Purpose: The purpose of this paper is to contribute to a growing body of literature on the role of family in managers' career decision making. Specifically, the authors offer an empirical elaboration on a recently proposed concept of the "family-relatedness of work decisions" (FRWD) by illuminating the role of the spouse in managers' career sensemaking.
Introduction
The increasing number of dual-earner couples, the growing number of women in the workforce, and the continuous blurring of boundaries between work and non-work domains have stimulated increased research interest in the influence of various family factors on individuals' career-and work-related decision making (e.g., Eby et al., 2005; Reitman & Schneer, 2005; Ng & Feldman, 2008; Bagger, Reb, & Li, 2014) . Research has traditionally examined the influence of family factors on work-related decision making and its consequences for the work domain (e.g., Powell & Greenhaus, 2010) . More recently, however, calls have emerged to examine the consequences of such decision making on the family domain (Powell & Greenhaus, 2012) .
Specifically, Powell and Greenhaus (2012) called attention to the concept of the "family-relatedness of work decisions" (FRWD), which they defined as "the extent to which an individual's decision-making process and choice of action in the work domain are influenced by a family situation in order to foster a positive outcome for the family" (p. 247). To illustrate the concept with a practical example, a manager can make a decision to relocate to another country because he/she sees it not only as a potentially important step for his/her career development but also as an opportunity for his/her family to have a better lifestyle or for his/her children to obtain a better education in the new country. These types of family considerations have different degrees of importance to individuals in their decision making. The FRWD therefore represents a continuum rather than a dichotomy (Powell & Greenhaus, 2012) . To stimulate the development of FRWD-related research, Powell and Greenhaus (2012) proposed a process model of family influence on work decisions. In this model, they suggested that identity-related (i.e., family role salience and identification, work-family boundary management style) and contextual factors (i.e., work and family cues) contribute to individuals' consideration of family in their work-related decision making. While we believe that the choice of factors is well justified in relation to the FRWD, the role of the social context, i.e., the role of (significant) others underlying individuals' work-and career-related decision making, is underrepresented in the original Powell and Greenhaus (2012) model. We argue that addressing the latter is essential given the growing evidence in the organizational behavior and management literature regarding the role of various "others" (i.e., colleagues, friends and family members) in shaping individuals' careers (Higgins & Kram, 2001; Bosley, Arnold & Cohen, 2009 ). In turn, including the social context invites a more socially embedded understanding of an individual's work-related decision-making process and the role of family considerations in it than that used by Powell and Greenhaus (2012) , which focuses on psychological processes. We argue that such an understanding can be facilitated by employing a sensemaking perspective (Weick, 1995; Weick, Sutcliffe, & Obstfeld, 2005) . In relation to the FRWD, we refer to it as family-related career sensemaking.
The current study aims to extend the model of Powell and Greenhaus (2012) and to contribute to the literature on the FRWD (Greenhaus & Powell, 2012; Powell & Greenhaus, 2012) by answering the following exploratory research question, on a sample of 88 managers: what is the role of a manager's spouse in his/her family-related career sensemaking. Our choice to focus on the role of spouses (both female and male) in managers' family-related career sensemaking stems from findings that show that spouses play an influential role in the career decision making of individuals. For example, previous research has shown that spouses have an influence on individuals' decision to start a business (Van Auken & Werbel, 2006; Jennings & McDougald, 2007) , expatriate (Mäkelä, Känsälä, & Suutari, 2011; Lauring & Selmer, 2010) or quit a job (Huffman, Casper, & Payne, 2014) . Furthermore, some studies have specifically examined the variety of spouses' roles (Välimäki, Lämsä, & Hiillos, 2009; Mäkelä et al., 2011) and have called for more research on the role of the spouses in women's and men's careers. The need for these studies is justified by the changes in family structures and the importance of stepping out of the gender stereotype of the man as the primary breadwinner and the woman as a homebased caretaker or a secondary earner (Gherardi & Poggio, 2001 ). However, the existing research that has acknowledged these changes in exploring the role of spouses in managers' careers has mainly examined female managers (e.g., Mäkelä et al., 2011; Ezzedeen & Ritchey, 2008; Heikkinen, Lämsä, & Hiillos, 2013) and has paid less attention to male managers (Heikkinen, 2014) . This study addresses this shortcoming in the literature by a) considering the role of the spouse in managers' career sensemaking for both male and female managers and b) exploring this career sensemaking as being familyrelated (i.e., intended to foster a positive outcome for the family) rather than being purely career focused.
This study aims to make several important contributions to the literature on the FRWD. First, we empirically elaborate on the concept of the FRWD, showing the complexity and diversity of ways through which managers engage in family-related career sensemaking. Furthermore, by addressing the role of spouses together with identity-related factors, we reveal that managers' perceptions of spousal career support shape the degree of their family-related career sensemaking. This finding corresponds with Greenhaus and Powell's (2012) recognition that individuals' work-domain decisions are influenced by their partners' view of decision situations in an environment characterized by an increasing number of dual-career couples. Thus, we also contribute to research on the role of the spouse in managers' careers (e.g., Mäkelä et al., 2011; Heikkinen et al., 2013) .
Family-Related Career Sensemaking
Drawing on the ideas of March (1994) , Powell and Greenhaus (2012) proposed that the understanding of the processes that individuals engage in, leading them to frame workrelated decisions as having an effect on their families and to select courses of action that favor their families, lies in the logic of appropriateness. According to this decision-making perspective, individuals who face decision situations in the work domain rely on their identities and the associated rules or procedures for choosing courses of action in these situations. While this perspective allows the illumination of individual psychological processes and the identity-relevant factors involved in them, we posit that it does not fully capture the social embeddedness of the decision-making process (i.e., the role of spouse in it). It therefore limits scholars' understanding of the FRWD. To address this shortcoming, we employ a sensemaking perspective in relation to the FRWD. We refer to sensemaking as a process that "involves individuals engaging in retrospective and prospective thinking in order to construct an interpretation of reality" (Weick, 1995; as cited in Sonenshein, 2010, p. 479) . Thus, we follow Weick (1969) in acknowledging that individuals' decisions and actions are guided by future-oriented thoughts (e.g., plans and desires), but they are essentially derived from retrospective sensemaking 17 .
Sensemaking is often seen as being triggered by ambiguous and uncertain situations resulting from disruptive activity, surprise or the "failure to confirm one's self" (Weick, 1995, pp. 2, 23) . The need to maintain one's self-concept when it is challenged not only serves as a trigger for sensemaking but is also seen as "a core preoccupation in 17 In line with the dominant perspective on sensemaking (Weick, 1995; Weick et al., 2005) and the narrative nature of careers (Arthur, Inkson, & Pringle, 1999) , this study focuses on retrospective sensemaking.
However, it stays open to the elements of prospective or "future perfect tense" sensemaking coming into play (Weick, 1969, p. 66) . In some of the questions in the personal career inventories, managers were asked to construct future images of their career success that were likely to trigger the managers to engage in prospective sensemaking.
158 sensemaking" (Weick, 1995, p. 20) . Moreover, identity construction is seen as one of the two basic properties that differentiate sensemaking from basic cognitive psychology (Gililand & Day, 2000 , p. 334, as cited in Weick et al., 2005 . As suggested by Mills (2003 ( , p. 55, cited in Weick et al., 2005 , identity construction is "at the root of sensemaking and influences how other aspects or properties of the sensemaking process are understood". Thus, identity in the sensemaking process serves as a frame of reference for interpreting a situation (Ashforth & Mael, 1996; Weick, 1995) . For example, previous research showed that sensemaking is influenced by identity in a study of identity construction in organizations (Dutton, Dukerich, & Harquail, 1994) and in a study of sensemaking in a consultancy task force (Patriotta and Spedale, 2009 ). In addition, according to Weick (1995) , sensemaking allows individuals to learn about their identities by projecting themselves into an environment and observing the consequences. In this way, sensemaking serves as a process through which identity work takes place that is directed at maintaining a consistent self-concept. For example, previous research has shown that identity is constructed through sensemaking (e.g., Watson & Bargiela-Chiappini, 1998; Korica & Molloy, 2010) . Drawing on the sensemaking literature, we argue that managers' identity in the family domain is likely to shape the degree of their family-related career sensemaking, which in turn allows them to maintain or reinforce this identity.
Although the importance of identity in the sensemaking process highlights the cognitive nature of sensemaking, the importance of the social context in individual sensemaking illuminates the socially embedded nature of sensemaking (Weick, 1995) . In the social context, an individual continuously engages in social interactions and discourse, through which his/her identity becomes continuously redefined (Gephart, 1993; Weick, 1995 Furthermore, in times of flattened structures and reduced security provided by organizations, individuals have shifted the locus of work identification from organizations to occupations and careers (e.g., Albert et al., 2000) . Under these circumstances, individuals turn to their non-work identity and significant others as a source of meaning to tie these non-work identities to their work (Lane, 2009; Ramarajan & Reid, 2013) .
Drawing on the importance of non-work identity (i.e., family identity) and spousal support in individuals' careers, we explore the family-related career sensemaking of working managers who are engaged in an EMBA program.
Methods
Because in this paper we aim to elaborate on the nascent theory of the FRWD (Powell and Greenhaus, 2012; Greenhaus & Powell, 2012) by introducing the role of spouses in managers' family-related career sensemaking, we use a qualitative research design to answer our research question (Vaughan, 1992; Pratt, 2009; Edmondson & McManus, 2007) . Specifically, we adopted an interpretive approach (Miles & Huberman, 1994) so we are able to draw on individuals' career and family values and better understand managers' family-related sensemaking in the work domain.
Context and Sample
The study was conducted in one of the top-ranked European business schools in the context of its international EMBA program. The EMBA program consists of several oneweek modules over one-and-a-half years, thus allowing the participation of middle-and high-level executives from different parts of the world. In addition to intensive in-class seminars and workshops aimed at developing strategic leadership skills, the program also offers opportunities for individual career coaching. The latter was the particular context in which our qualitative data were collected. We believe that the engagement of working managers in an EMBA program constitutes an appropriate site for their sensemaking.
Because business school programs such EMBAs serve as "identity workplaces" (Petriglieri and Petriglieri, 2010), they create the conditions and encourage participants to explore their past, current, and future identities. Specifically, the EMBA program creates opportunities for managers to reflect on their thoughts, decisions and actions (De Déa Roglio & Light, 2009; Warhurst, 2011) . They are able to use other participants, the training methods as a whole, and particularly coaching to help them discover new possibilities and permit them to "abandon their false self, erected as protection against a threatening environment" (Dubouloy, 2004, p. 467) . In this way, the EMBA program provides a trigger to managers' engagement in self-exploration and experimentation with their "possible selves" (Markus & Nurius, 1986 ).
We collected qualitative data from managers who were combining their work with participation in the EMBA program. Specifically, we collected data as part of one of their coaching-related assignments to reflect on their work and career. To complete it, managers were given two to three months, based on which they received individual, written commentaries. In a later stage of the EMBA program, the managers could ask for an optional individual coaching session that was related to their personal inventory. We followed a purposeful sampling method (Patton, 1990) when choosing the managers to be included in the study. Namely, we selected only those managers who stated that they had a significant other (i.e., wife/husband, partner, or girlfriend/boyfriend). This aspect was crucial due to the framing of our study around the FRWD.
Our sample of managers (n = 88) included 72 males and 16 females. The managers represented 24 different nationalities; on average, they were 36 years old and had 10 years of work experience; half of them had children. Demographic data for each participant are presented in Table 5 .1. "Please specify who provides you with support and guidance to achieve your career success," and "Where are you now from the point of view of your significant other?" The personal inventories were mainly completed electronically. The participants differed in the detail of their responses. The responses provided by the managers in the inventories ranged from 645 to 9,803 words. The approximate typical length of the provided responses was 2,100 words.
Data Analysis
The data were content analyzed using the NVivo 10 analysis program. We chose to perform qualitative content analysis because this approach provides an in-depth understanding of the FRWD from the participants' perspective (Lee, Mitchel, & Sablynski, 1999) . Additionally, this approach was well-suited for exploring managers' responses associated with their FRWD given the limited research on this topic (Edmondson & McManus, 2007) .
To increase the methodological replicability of our study, we followed wellestablished procedures of qualitative content analysis (Miles & Hubermann, 1994; Altheide, 1987; Altheide, Coyle, DeVriese, & Schneider, 2008) . Two of the authors with extensive knowledge of the literature on career and family and with experience with content analysis started by independently reading the personal career inventories, making notes and generating a list of categories for further analysis. During this process, the authors also turned to the literature to make sense of the emerging themes. Then, the authors met to discuss their coding schemes and potential theoretical lenses that they could use for the final coding. Minor discrepancies were discussed and further resolved by collectively examining the data, which was important to eliminate any potential individual bias. In these discussions, the authors agreed to focus on the FRWD concept as a "sensitizing concept" (Blumer, 1954) , based on which the final coding scheme for coding the career inventories was developed. Before the authors actually began the coding process, they tested the coding scheme on a sample of the data, which allowed them to develop a revised coding scheme. During the coding process, parts of the texts were bracketed and labeled with codes, which were further combined in categories within three identified themes: family-related career sensemaking, identity-related factors and spousal career support. The unit of analysis was defined as a meaningful thought, which could be reflected by a word, phrase, sentence or set of sentences (Miles & Huberman, 1994) .
Applying an iterative procedure, the authors alternated between the data and the relevant literature to capture the meaning reflected by the identified themes and categories, which they further carefully examined.
The authors started by exploring different instances of what we refer to as "familyrelated career sensemaking". We found that managers vary in the extent to which they consider their families when reflecting on their careers as well as the ways through which 168 family-related career sensemaking takes place. In line with the suggested nature of the FRWD concept as a continuum (Greenhaus & Powell, 2012) , our analysis revealed that managers consider their families in their career sensemaking to different degrees.
Specifically, we distinguished among managers (a) who did not refer to their family (n = 36), (b) who referred to their family to some extent (n = 36), and (c) who referred to their family to a great extent in the sensemaking process (n = 16). To explore the factors that could shape these different degrees of managers' family-related career sensemaking, we turned to the identified themes (i.e., identity-related factors and spousal career support) and their associated categories to search for patterns.
Findings
Based on our data analysis, several findings are apparent. First, we observed different manifestations of the managers' family-related career sensemaking. Drawing on the interplay between our data and the theory, we can conclude that these manifestations were shaped by the following factors: a) the importance of the managers' families to their careers, b) the managers' identification with their parent roles and c) the spousal career support perceived by the managers. In exploring the prominence and importance of these factors for the managers, we can distinguish between those who persistently referred to their families in their career sensemaking (n = 52) and those who did not (n = 36). The latter emphasized only the work-and career-related benefits of their potential decisions in the work domain, thus signaling their identity salience in the work domain rather than in the family domain.
Because of our particular interest in managers who did refer to their families in their career sensemaking, we build the findings section around this portion of our sample.
Specifically, we start by addressing the different manifestations of the managers' family-169 related career sensemaking. Next, we examine the role of family-career salience, parent role identification and managers' perceptions of spousal career-related support as factors shaping the managers' family-related career sensemaking. We continue by discussing the contributions of our findings in light of their implications.
Family-Related Career Sensemaking
Our data reveal that managers consider their families in their career sensemaking on a continuum that ranges from a high to a low degree of family involvement in career sensemaking. Within this continuum, we can distinguish among three categories or different ways that managers' family-related career sensemaking takes place: career management for the family, time management for the family and improvement of the situation for the spouse. We further elaborate on each of these themes in the following subsections. Table 5 .2 presents additional evidence for each of these themes representing managers' family-related career sensemaking. (career) interests, which required them to make changes in their work domain. In particular, managers were motivated to "give back" the opportunity for their spouses to develop their careers or hobbies/interests. These managers understood that their spouses made substantial sacrifices by accepting and supporting them during the demanding EMBA program, so they needed to reciprocate. For instance, one manager shared that he had already had time to develop his career and that it was now his wife's turn: "I need to
give her more time away from home so that she can develop her hobbies and interests. I will probably remain the main breadwinner but should reduce my work load through 173 delegation …. It is now the time to reap the benefits of my career investments so that my wife can pursue her own interests (Male, 35)."
Family-Career Salience and Parent Role Identification
By viewing career sensemaking from a cognitive perspective, we can identify two categories of factors (family-career salience and parent role identification) that could shape whether managers' career sensemaking is family-related. These two factors arise from the coactivation of career and family identities (Rothbard & Ramarajan, 2009 ). We further elaborate on these themes in the following subsections. Supporting empirical evidence is presented in Table 5 .3. Our analysis shows that the presence of children indeed plays a role in the degree to which managers consider their families in their career sensemaking. However, we determined that managers reflect this category only when they expressed identifying with being a father or mother (n = 16). In the data, this category was reflected in managers'
desire to "continue to be a good father … as I think I was till now." Moreover, managers stressed their willingness to spend more time with their children: "the time I set aside for the kids every day, to show them how important they are," "I want to be around when my boys grow up," and "grow with the kids−not only beside them." The strength of parent role identification was also reflected in managers' concerns about their children's education.
These managers indicated that it is important for them to provide the "best institutes for my kids" or "good family conditions with kid(s) who get an appropriate education" or to arrange "a university for my daughter that matches her expectations."
The Role of Spouses in Managers' Careers
Viewing managers' family-related career sensemaking from a socially embedded perspective, we could see the pattern of spousal career support playing a role in shaping managers' family-related career sensemaking. Drawing on the social support literature (House, 1981), we distinguished among three categories characterizing the different types of spousal career-related support as perceived by managers: emotional support (understanding and encouragement), instrumental support (household help, willingness to make sacrifices) and informational support (career counseling and advice, involvement in career decision making). We further discuss each type of spousal career support in the following subsections. Additional empirical evidence for all of the spousal roles is presented in Table 5 .4. In addition, by acknowledging changes in family structures, we take a stereotypeand gender-independent perspective on exploring managers' career sensemaking and the spousal role in it. By doing so, we contribute to the growing research on the role of spouses in managers' careers (e.g., Mäkelä et al., 2011; Heikkinen et al., 2013) , and we respond to the call for more attention on male managers (Heikkinen, 2014) . Our paper addresses the role of spouses in managers' family-related career sensemaking for both male and female managers. However, it neither focuses on nor considers the differences that might exist between the two categories of managers. Future research should consider exploring potential gender-related differences in managers' family-related career sensemaking.
Limitations and Implications for Future Research
Although our findings provide important contributions to different streams of research, our study also has limitations. First, our sample included managers involved in the international context of an EMBA program. Although we chose this context because of the high level of uncertainty that would trigger sensemaking and decision making, we acknowledge that the managers in this specific context have a higher probability of facing expatriate experiences, which might affect our results by increasing the importance of Third, managers in our sample had a mean age of 36 years, which may have affected our findings, particularly managers' degree of FRWD. Individuals in this age range appear to be in the life and career establishment stage of their lives (Super, 1980) , in which they are likely to be starting a family. Moreover, together with the high job demands and increasing family responsibility experienced at this age, these individuals experience greater work-family conflict than individuals in other age groups (Huffman, Culbertson, Henning, & Goh, 2013) . Thus, managers in our sample may have been more familyoriented and thereby may have manifested more family-related career sensemaking than managers at other points in their lives. Similarly to Greenhaus and Powell (2012), we call for future research on the variation of the FRWD across life stages.
Practical Implications
This study provides a number of implications for organizations. Our study could also be valuable to managers and their families. It suggests that managers should be aware of the ability of their spouses to not only be their ultimate source of emotional support but also to serve as important career mentors and resources in their career exploration. By involving spouses in their career sensemaking, managers can facilitate their ability to cope with identity-related challenges in the work domain. For spouses and families, our findings suggest that their support and involvement in managers'
career exploration encourages managers to consider ways through which they can maximize the benefits of their work and career decisions for their families.
